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ABSTRACT )

This research reports on an atteapt to construct a
brief questionnaire which could indicate the fitness of an applicant
for a position as a deputy sheriff and predict some of his/her
probable on-the-job behaviors. The research presents: (1) a
discussion of probleams involved in using an applicant's interview
behavior to predict fitness for employment: (2) an overview of
research literature suggesting variables pertinent to on-the-job
performance of lawv enforcement officers; (3) an application of these
variables to the fitness of an applicant for the position of deputy
sheriff; (4) a report of construction and testing of a measure
relating to the previously discussed behavior of an officer on the
job; and (5) the projection for the next phase of this research which
vould apply revised "philosophy" items and a more selective set of
predictor variables. (Author/PC)
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Using a brief interview or testing situation to gain relevant iuformation
from an applicant for employment represents @& persistont problem in organizational
. communication., The research to be reported here represents an attempt to construct
a brief questionnaire which could indicate the fitness of an applicant for a
mgon as a deputy sheriff, and predict certain of his probable on-the-job

ors,.

The research 1s reported in the following phasess

A, A discussion of problems involved in using an applicant’s behavior
during interviews to prediet his fitness for employment, - .

B. An overview of research literature suggesting variables pertinent to
on-the-job performance of law enforcement officers,

C. An application of these variables to the fitness of an applicant
for the position of deputy sheriff.

D. A report of construction and testing of a measure relating to the
previously discussed behavior of an officer on the job, .

E. The projection of the next phase of this research,

A, Problems in Employment Intervieuins

Employers are faced with a difficult task when positions must be filled,
The employer, or his representative, must briefly and humanely attempt to assess
the competence of particular applicants for the job without valid or efficient
meisures, The best way to determine the fitness of the applicant is to have
hin perform the job, This is at best impractical; so employers seek indicators
of on-the-job performance through artificlally structured measurement techniqucs
wvithin the job interview.

In such cases the employer must be willing to trust the validity of his
predictive measures, accept the burden of training the -mployce, and be willing .
to replace him in the event that his work is sub-par. Additionally, the employer
is responsible for coping with the eff'ects of the employee's early mistakes.

These problems make apparent the difficulty of the prospective employer's task,
He must £ind a way to measurc fitneoss for a particular job, cutting through
role-playing facades imposed by the job interview situation (Fear, 14-31).

In a‘oﬁe ocoupations, hirinz an incompotent employée leads only to expense
and inconvenience, In positions such os those in law enforcement, however,
hiring the wrong person presents dangers to the safoty of the community, and

1‘1!10 authors wish to acknowledze the aid of Sheriff Raymond Frank of Travis County
Texas, Chief Deputy Sam ‘lilson, and Profossor David Perry, University of Texas,

Department of Covermment.
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the safety of other officers., In such situations it seems wise to determine

vhether these exist readily moasurable variables which could be directly related

to the competence of an applicant for the joh, If sets of physlical, attitudinal,

and demographic variables could be related to job performunce, a brief paper and

pencil questionnuire could be adminictered to all potential recruits and an

;pp}i:ant's performance on such a measure could be used ag an aid in the hiring
8ci8i0n,

B. Predicting Successful Ewployment in a lew Enforcement Officer

Recent years have seoen considorable interest in research in luw enforcement,
One subset of this literature relatcs succese or faillure of an officer on his
Job to attitudinal, physical, ond desographic variables, Wilson sugpests that
lav enforcement employers should sec): out men who

Yean handle culmly challengos to their self-respect and manhood}

are able to tolerate amblguoun situations; are able to accept

responsibility for the coasequences of their own actionsj can

understand and apply lcgal concepts in conorete situations

(Whisonand, 1973: 9)."

Some of the spocific variables thought to be related to law onforcament
effectiveness are as follows:

‘Helght and Welrsht., In a job frequently involved with physical encounters,
many departmeonts feel that an offiser should be somewhat abova averago in size
and stature. It has boen suggested that the only munner in which law enforcement
officers differ from the general population is that thuy are larger than normal
(Whisenand, 1973: 9).

dge, Younger applicants are seen as having potentially greater learning
ability, longer employment capacity, ond better hoalth than older applicunts
(Neidenhoifer, 1967: 180),

Education: Better cducated officcrs arc thought to be more compussionate,
maleable to innovation and casicr to train than the less well educated mon
(Wilson, 1969: 188), A conrenient example of the equivocal findings on the
desirability of young, botier cducated officers is avallable in observing the
Loa Angeles Police Dapariment, which has a large Lercentape of college educated
officers, It would be in’.cresting to toat wheother thoir record is botter than
?ggsgsggpartmcnts which put lecs orphasis on eduention (Neidorhoffor, 19673

Emericnzet The amunt of ~poecience in lew eaforcemant which an officer
brings to hic jeb 450 ofben uwek o w2 mersurs oo hls officiency. Empirical
evidence for this is equivue~l ‘. hizcnand, 1273 15).

Trainins, ALl law o lcce-nent wgeicles roquire rerrults to undorgo some
sort of trainlng (cither provid.od by the hirdine avency or catraetod with
another agency or educ::tl uil Ln.tilukhion), The durntion of tlds Lraining
as well as the attitude: tite recruits Teol wward the trulning urce thought to
affoct the perfoimance of the oliic-v (Jhisenand, 2733 9:16),

LAl
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Salary. One cannot overlook the effect of monoy on the job performance
and satiofaction of law enforcoment officers. Applicents commonly kmow the
pay scala for the positions they seek,and such information may be meaningful
to their expectations and performonce (Whisenand, 1973t 12),

Attitudinal Vapiables. It is difficult to discover a discusaion of the
problens associeted with careers in lew enforcement which doocsn't mention the
persistent problem of anomie, tho fee of normlessness which seems to
accompany lav enforcement jobs (Alex, 1969s 113 Vilson, 1969t 44-45). The
officer is daily confronted with situations for which ihero is not a truly
figorrect? answer, nor & "correct® course of ection. The officer is nonetheless
required to make a decision, solve tho problem, or take some course of astion,
Added to this is the problem that the job is seen asz a 24 hour a day trust,
and the officer is expected to intorcede ca needod, uven when off duty. This
situation makes it difficult to carry on normel frizndships and neighborhood
relations. Anomie mey be tied to other personality variables in the fashion
that personality variahles tend to cluster (Cronkhite, 1969: 130-134). It seems
that anomie might be found to be related to atiitudinal varisbles such as in-
tolerance to ambiguity, dogmatism, self-image and self-enteem, and foolings of -
dob prestige (Whicenand, 1973: 93 Rubinstein, 1973t 141).

Lav Enforcement Philosophy Variables, Whisonand states that applicants are
usuelly subjected to tests vhich ere (perhaps unjustifiably) taken as predictive
of capacity to perform ths role requirements of & police officer (Whisenand,
1973: 9). There exists & olear noed for soreening instruments which will
auggest Telationships between paper and pencil tesis and Job effectivoness. It
is difficult to measure the porformance of an applicant when he knows nothing of
how the job 18 done, but it is possible to measure his rhilosophy concerning

broad concepts of role behavior.

Given a description of a typical situation in law enforccment, in which
there are geveral %correct® actions, the applicamt could be askod to indicate
his preforonce anong several alternatives, One might mecsure hiz propensity
touvard loniency in nonthreatoning situstions, his propensity to oxact revenge
in a throatening situation, and his reaction to a fellow officer who exhibits
symptoms of "defensive bravado® (Perry used thiaz tern to denote a coping
behavior used by officers suffering from the cynicisn resulting from anomie

eTTY, 1975). Such measuros may be tekcn as an indication of the camcig
of an applicant to perform the "role roquirements®™ iavolved in working wi
s particular sheriff's office,

C. ec o eriff

Tho provicus discussion was drawn largely from research with municipel
police forces. There are a number of other forms of law enforcement agencles
vhich are loss studied, but equally important in the lives of those who rely
upon law enforcement. County Sheriffs' Offices have boen overicoked in much
regearch, but those are the primary lav enforcoment agencies in every county
of the nation. Sheriffs' offices trace their jurisdiction well back in English
cotmon lav and remain the principle law enforcemont agency in many segments of
the nation (particularly in the Southwest), It is common that the sheriff{ 1s
the only elected law enforcement officicl in any particular county.
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It is the purpose of this research to provide sheriffs with a quostionnaire
to aid in hiring deputies, Though thore are instruments in use tosting applicants
for lt:w eg{orcenant Joba (Whisenand, 1973s 9), applicabllity tu such settings is
questionable,

One unsetiled iscue in such research i1s dofining how effective job behavior
and attitude can best be measured, Arreat rocords, diseiplinary actions, ratings
by superior officers all seem to rofloct narrow viows of tho term Seffectiveness,®
There 13 a probability that tho offootivencss of a deputy is a situational
concept, dependent on the congrucnce of the attitudes of the officer, those of
the sheriff, and thosc of tho commnity (Clenver, 1965: 133-134). Tl'xe anount
of territory policed and the makeup of the constituent populace varies from
offlce to office, There is no reason to believe that any particular physical-
personality profile will yicld an efficlent deputy in evory gotting, Rather it
is expected that varying types of profiles will be effestive in varying settings,

In this 1ight, this rosearch proposes that the employer (shertff) should be
provided with indications of the type of ®correct® behavior and attitvde a rearuit
foels ho will exhibit in situstions where there may bo saveral permissible '
alternatives., The sheriff, who must decide what type of law enforcement he
wishes to mete out in his county, can use this information in employment decisions.

D. Qonstruction and Testinz of the Questionnaire

A prototype questionnaire was prepared on the basis of the foregoing
discussion. Tho questionnaire was a pencil and paper instrument with items
concerningt physical variables (height, weight, age) z demographics (educatien,
experionge, treining, salary); attitudinal variables (self-concept, self-
estoen /iobinoon and Shaver, 1969: 100-101/, perasonal competence /Robinson and
Shoyer, 19698 102/, and intoleranco to ambipuity /Robinson and Shaver, 1960s
R1/; and measuren of law enforcement philosophy (situationel paragraphs testing,
lenlency, deaire for revengo, defensive bravado). '

Subjects and Progedures, Subjects completing the questionneire were 13
deputies from the Sheriff's 0ffice, Travis County, Texns, All wore uniformed
male field officers,

Under conditions of strict confidentiality, the subjects filled cut the
previously described insirurment. The data woro subjected to intercorrelation
enalysis, factor analysis, and regression analysis to dlseovor roaltionships .
among the itoums,

Results, Those data were first subjectod to intercorrclation analysis,
Some expected rolationships arc rcprecentad in thia analysis. TFor exanple,
hoight and weirht were related .69;, ag wore ase uwad experionce (,46), self-
estocn and porsonal compotonce (.89), cclf-cracept and porsonal competonce (.90),
schoolinz and trcining (.43). There was a nogativo correlation botween education
and the ﬁproat:lge" rating ci the doputy's job (-.6G)., There were onigmatic
positive corrolations betuwcen holrht, intolerance to anbigpwity (.69), and weight
and intolorance to ambipuity (.44).
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TABLE 1

Porcent of Total . |
—Jariance ________ ._Tagtor Mumbor. . .. .....Varlables . _ __ ... . Loadings _____

23 I Self-istoem .89

Self-Image Deputy Prestige 87

20 I Helght -89
Size-Intolerance Intolerance to '

Ambiguity 84

17 11X Pay .82

Trainingz-Pay Tralning 77

B AP B T GVt S T O S P s WO O T @ WD ¢ g W PP B et O W @ P O WG -G EENw O D

The leniency paragraph corrolated nogatively with height (-.59) and
veight (-.48), whilo corrclating positively with oxperionce (,60). This
lonlency vardable was negetively correclated with intolerancs to ambiguity (-.61),
to self-estoon (~.56) and to personal competence (=.54).

The revenge paracraph correlated nogatively with weipght (-.43) and
training (-.46). Rovenge correlatod positively with self-concopt (.37),
intolerance to anmbipuity (.32), and seli-~estoen (.36). .

The defongivo bravedo pararraph correlated positively with height (.42),
and woight (.43), and nogatively with oxporionce (~.47).

Those data indicato that miny of the variables were meaningfully correlatod
to the philosophy paragraphs and furthor than they werc relatod among themselves,

Yhen physical beckground and attitudinal variablos were subjected to
factor analysis, three factors aicrged., Varlables werc classified as papt of
a factor vhon tholr loadingzs with that factor oxcoeded .75, Soo Table 1 for
a listing of the variables in each factor, Factor I, accounting for over 25%
of the total variance, was thourht to roprocent various aspects of the subject's
gelf-imaze, Factor II (207 of thc variance) trought togethor the gizo of the
subject and his intolorence to anbisuwity. Factor III (175 of the variance)

L X R O

represanted galary and traindn .,

Regrescion nodels wore conatruciod using sclceted variablos and the
factors as prodictors, and selecicd variables and the philosophy paragraphs
ag criteria, In theso ccs.a sowo variables emorscd as reasonably accurate
predicters, For inastance, scl{-concept was predicted bty tho Pgraonal. Competence
gscale, the experienco factor and the slszo-intolerance feetor R™=,93; Fe,01,
The self-estoen scaleo w:s prodiciad by *he Perconel Compctones sealo, deputy
prestige, and the zizo-intolerance factor (1©=,90; F<,01), Tho Porsonal
Compotence acale waa prodiocted by the three factora (R*=.85; I'<,01), These
mﬁ.rldi;] roflect tho proviously noted vesitlve corrolations among thaso aseveral

ables.

o
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The major purpose of the rugression analysis was to establish prodictors
of the "philosophy measurcs.” Thouch the models using tho philosophy para-
graths as criterie provido no astatistically significent findings, the data
suggeat possible trends in prodiction. The leniency paragraph, for instance,
has an of .41 using the size-intolerance factor and the self-imape factor
as predictors (F<.30), The revenge paragraph was predicted by the aelf-image
factor, tgg size-intolerance factor,and the training-pay factor to the following
mentz =.55: F‘o35.

Discussion. The findings of these annlysces provide somo date potentially
useful to sheriffs. If a sheriff ‘eels that a measure of personal competence
aids employment screening, correlationzl and factor data suppost that any of
those used would prove adequate, Tho Porscnal Compotence scale i8 rocommended
since it proved most related tc other variables,

The factor analysis revealed threce factors: '

Factor I, Self-Image, deoscribes how the epplicant feols about himgsels
and correlated positively (.59) with intolerance to ambiguity, which is a
trait of questionable value in law enforcement. ililson arpues that law
%;rc;x;ent officers must be able to cope with constant ambipuity (Whisenand,

$ 9).

Factor II, Size-Intolorance to /fmbiguity, suggests that largor officers
are less tolerant to ambiguity. This conflicts with the coaventional wisdom
"Napoleon complex®™ which envisions small men compensating for tholr size with
intolerance and aggressive behavior, There is some possibillty that a larger

" officer i1s more able to rotein his intolerance in a job in which physical sise
and strength are assets, It has proviously been stated that law enforcoment
officers tend to be larger than the goneral populace. If large sige is related

- %0 intolerance to ambiguity among officers, the advisability of present practices
which screen ocut small applicants is questionable.

Factor I1I, Training-Pey, indicates that deputies are rowarded with more
pay for additional training, which is encouraging. ‘

Regression analyses revealnd no statistically significant predictions of
the "philogophy! items by other .ariables. The lack of significance may have
rosulted from too fow alternative answers to the paragraphs, or they may have
been due to small scmple size., Some nonsignificant predictions deserve
discussion., Prediction ol rosponzes on the "leniency® item was hishest for
the size-intoleranco factor and the solf-imaze factor (Rza-.lﬂ p<.?). Both
the gelf-imeze factor (-.35) and the sizo-intolerance factor 2 60)correlate
negatively with the leniency itea, wealdy cugrecting that the most lenient
officer 15 a omall, tolerant nen with low self -estcen,

2
The nonsignificant (W"=55; p<.35) prodiction of responses on the "revenge®
item also deserves scrutiny. Tho actors corrolated with tendency to exact
revenge are as follows: solf-image (.44), slzo-intolerance (-.27), end training-
pay (-.38). Thoco ccrralations suqrest that tiie officor most likely to act
vengoful is the same man wio was most lonient above, bul who is also likely to
be legs traincd and poorly paid.

Finally, it 1c intercsting to notc that Factor I correlates positively
with the revenze item (.44), ot nogatively with the lendloucy item (-.35). It
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is probable that high self-image is assoclated with lack of leniency in a non-
threatening situation and a tendency toward reovenge in & threatening situation.
The high self-image officer may just be a "tough cop,® Future studies should
provide measures to provent posaible confounding of "degree of physical threat®
in a situstion with the distinction between leniency and revenge.

E. BSuggestions for Murther Study

It is proposed that & seccnd study be conducted, applying revised
“philosophy" items and a more selective set of predictor variables,

The three existing philosophy paragraphs could be shown to sheriffs, and
they would be asked to construct similar paragraphs dealing with behavioras
which they consider pertinent to job effectivenesa. These same sheriffs could
cite officers exemplary of these desired bohaviors and attitude sets, and these
subjects could provide a check on the validity of the measure. A greater number
of paragraphs would provide the greater latitude of potential job effectiveneas
neasures, .

In light of the data previocusly cited, some variables could be deleted,
One measure of self-concept sesms sutficient; the self-esteem scale (Robinson
and Shaver, 1969: 100-101) seemy the best cholce in the light of its greater
predictive velue. An additional measure of anomie (Robinson and Shaver, 1969
202) would prove useful,

The proposed instrument for the second study, to bo conducted using as
wide a range of sheriffs and deputies as possible, would utilize measures of
the following: age, height, weight, pay, education, training, experience, In
addition, the study will gather information concerning deputy prestige, intolerance
to ambiguity, self-esteem, enomle; and as many philosophy oriented paragraphs as
can be validated against e«isting exemplary responses to the ten variables will
be factor analyzed and the factors used as predictors of response to the philosophy

paragraphs.

Data from the second stage of this research are now being gathered. As
yet the subject N is too small for meaningful regression analysis. The results
of the final analysis, as well us coples of the sccond phase rese.rch instrument,
will be available frou the aubl'izra upon request.
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